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 Digital transformation has become an increasingly important requirement 

for public-sector organizations; however, previous studies have reported 

inconsistent findings regarding its effects on employee performance. This 

study aimed to examine the effect of digital transformation on employee 

performance and investigate the moderating role of employees' readiness 

for change at the Public Works and Spatial Planning Office (DPUPR) of 

Central Kalimantan Province, Indonesia. An explanatory quantitative 

research design was employed. Data were collected using a five-point 

Likert-scale questionnaire administered to 164 respondents from a target 

sample of 167 employees, selected through purposive sampling from a 

population of 288 employees. The data were analyzed using partial least 

squares structural equation modeling (PLS-SEM). The measurement 

model satisfied the established criteria for convergent validity, 

discriminant validity, and reliability. The results indicated that digital 

transformation had a positive and statistically significant effect on 

employee performance (β = 0.251; t = 3.271; p = 0.001). Furthermore, 

readiness for change significantly and positively moderated the 

relationship between digital transformation and employee performance (β 

= 0.177; t = 2.728; p = 0.006), indicating that greater readiness for change 

strengthened this association. The structural model explained 59.5% of the 

variance in employee performance (R² = 0.595) and demonstrated 

substantial predictive relevance (Q² = 0.572). These findings suggest that 

improving employee performance through digital transformation requires 

not only technological development and enhanced digital competencies 

but also organizational initiatives that strengthen employees' readiness to 

embrace change. Therefore, public-sector organizations should integrate 

digital capability development with change management strategies to 

maximize the potential benefits of digital transformation for employee 

performance. 

 

 

 

 

INTRODUCTION 

The Public Works and Spatial Planning Office (DPUPR) of Central Kalimantan Province 

is a regional government agency responsible for assisting the governor in administering 

government affairs related to public works and spatial planning (Nursidi et al., 2025; Oktaviani 

& Surya, 2026; Sipayung, 2022). The agency formulates technical policies, develops strategic 

plans, and oversees the implementation and supervision of regional infrastructure development. 

Its responsibilities encompass the construction and maintenance of provincial roads and 

bridges, water resource management, including irrigation and flood control, regional spatial 

planning, construction services development, and the provision of essential infrastructure to 
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support regional connectivity and economic growth. Under Central Kalimantan Governor 

Regulation No. 37 of 2022, the organizational structure comprises the Head of Office, the 

Secretariat, and technical divisions responsible for Water Resources, Highways (Bina Marga), 

Human Settlements (Cipta Karya), Construction Services, and Spatial Planning, as well as the 

Construction Materials Laboratory Technical Implementation Unit and Functional Position 

Groups. Through these responsibilities, DPUPR plays a strategic role in promoting planned, 

sustainable, and public service-oriented regional development. 

The transition toward technology-based work systems, digital data management, and the 

adoption of digital applications for construction management and spatial planning requires civil 

servants to demonstrate greater adaptability, innovation, and productivity. Digital 

transformation has the potential to improve the effectiveness, transparency, and accountability 

of infrastructure planning, implementation, and supervision. However, its implementation 

presents several challenges, including disparities in employees' digital competencies, limited 

technological literacy, inadequate digital infrastructure, and resistance to changes in 

established organizational practices. Consequently, strengthening human resource capabilities 

through continuous professional development, technological adaptation, collaboration, and 

innovation has become a strategic organizational priority. The agency's financial performance, 

as reflected in its budget absorption rates, has demonstrated a positive trend, as presented in 

Table 1. 

Table 1. Budget Realization of the DPUPR of Central Kalimantan Province, 2022–2024 

Year Budget Ceiling (IDR) Realization (IDR) Absorption (%) 

2022 1,078,649,041,122 1,009,513,467,671 93.59 

2023 1,284,495,891,186 1,194,660,136,959 93.01 

2024 2,088,355,751,851 1,991,133,082,437 95.34 

Source: Budget realization data of DPUPR of Central Kalimantan Province. 

 

Budget absorption during the 2022–2024 period remained consistently above 93%, 

indicating a relatively high level of budget utilization. The annual increase in budget allocations 

reflected the government's continued prioritization of infrastructure development, while stable 

absorption rates suggested relatively effective budget execution and project management. 

Nevertheless, several challenges persisted, including regional fiscal constraints, multiyear 

infrastructure projects, and the extensive geographical area served by the agency. Employee 

performance is a key indicator of organizational success in achieving strategic objectives 

(Munadil et al., 2024). Optimal employee performance reflects the effectiveness and efficiency 

with which individuals fulfill their responsibilities, ultimately contributing to overall 

organizational productivity (Ardian, 2020). In public-sector organizations, improving 

employee performance is essential for delivering data-driven, timely, accurate, and responsive 

public services (Vrchota et al., 2020). Both classical and contemporary literature on human 

resource management and organizational behavior emphasizes that employee performance is 

influenced by individual abilities, attitudes, and organizational support (Dessler, 2012; Gibson 

et al., 2017; Hasibuan, 2014; Hidayani, 2016; Kreitner & Cassidy, 2012; Robbins & Judge, 

2013; Sedarmayanti, 2017). 

Digital transformation has been identified as an important factor potentially influencing 

employee performance (Denmamode & Panchoo, 2024). It involves integrating information 
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and communication technologies into organizational processes to improve operational 

efficiency (Rodríguez-Abitia & Bribiesca-Correa, 2021), accelerate service delivery, and 

enhance data accuracy and transparency (Andriole, 2018). Organizations capable of adapting 

rapidly to technological advancements may achieve greater operational efficiency and service 

quality (Faisol et al., 2024). Digital transformation is a dynamic organizational process 

involving strategic changes in structures, capabilities, and operational practices that may 

improve organizational performance (He et al., 2023). It also represents a strategic response to 

rapidly changing environments, making technological adaptation increasingly important for 

organizational sustainability and competitiveness (Denmamode & Panchoo, 2024). Previous 

research has examined digital transformation in various contexts, including its 

conceptualization in government organizations (Mergel et al., 2019), the role of leadership in 

facilitating transformation (Alawiah & Tukiran, 2024; Porfírio et al., 2021), the digital 

competencies required for successful implementation (Hoberg et al., 2017), approaches to 

measuring digital transformation (Kontić & Vidicki, 2018), its application in small and 

medium-sized enterprises (SMEs) (Martinelli & Tunisini, 2024; Rialti & Zollo, 2023; Stich et 

al., 2020) and higher education institutions (Bygstad et al., 2022), its contribution to social 

value creation (Tracey et al., 2018), and its implications for human resource management and 

employee performance (Hayati et al., 2024; Wahyudi et al., 2023). 

Human resource development also plays a strategic role in strengthening individual 

competencies and organizational capabilities (Syahiroh et al., 2024). Through training, 

continuing education, career development programs, and competency enhancement initiatives, 

employees can acquire the knowledge and skills required to perform their responsibilities 

effectively (Cintia et al., 2024). Effective human resource development not only improves 

technical competencies but may also strengthen organizational commitment, employee loyalty, 

and work motivation (Nurrohman et al., 2019). Previous studies examining training and human 

resource development across public- and private-sector organizations have identified 

associations between these practices and improvements in employee competence, productivity, 

and performance (Azis, 2021; Baiti et al., 2021; Bowo & Hendro, 2023; Ismael et al., 2021; 

Cekada, 2010; Darsana, 2023; Elia, 2019; Erman, 2020; Hasanah et al., 2024; Krisnahadi & 

Septika, 2021; Mangundjaya, 2024; Mohd et al., 2020; Monalis et al., 2020; Napitupulu, 2020; 

Nugroho & Paradifa, 2020; Ramafrizal et al., 2022; Sejati et al., 2022; Sunarto, 2020; Syukron 

et al., 2022). Furthermore, human resource development has been recognized as an important 

mechanism for facilitating organizational change (Herlina et al., 2022). 

Previous studies have reported inconsistent findings regarding the relationship between 

digital transformation and employee performance. Adisaksana (2022) investigated the 

relationships among digital transformation, business model innovation, creativity, and the 

performance of micro, small, and medium-sized enterprises (MSMEs), with competitive 

advantage serving as an intervening variable, and found that digital transformation did not 

significantly affect MSME performance. Similarly, Oktafien et al. (2023) examined the effects 

of human resource digital transformation, emotional intelligence, and career development on 

employee performance, with organizational culture serving as a mediating variable, within the 

Bandung Regency Government. Their findings indicated that human resource digital 

transformation did not have a statistically significant effect on employee performance. In 
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contrast, Firmansyah and Napitupulu (2024), in their study of employees at Mercure Hotel 

Jakarta Kota, reported a positive and statistically significant effect of digital transformation on 

employee performance. Likewise, Rukani and Ratnasari (2024) identified a positive and 

statistically significant relationship between digital transformation and performance, with 

dynamic innovation capability serving as a mediating variable. These contrasting findings 

highlight the need for further investigation into the conditions under which digital 

transformation contributes to employee performance, particularly within public-sector 

organizations. A summary of these previous findings is presented in Table 2. 

Table 2. Summary of the Research Gap 

No 
Researcher 

(Year) 
Research Focus Method Findings Identified Gap 

1 
Adisaksana 

(2022) 

Digital transformation, 

business innovation 

models, and creativity 

on MSME 

performance 

Quantitative 

Digital 

transformation 

does not affect 

performance 

Not all aspects of 

digital transformation 

directly affect MSME 

performance 

2 
Oktafien et al. 

(2023) 

HR digital 

transformation, 

emotional intelligence, 

career development → 

employee performance 

Quantitative 

HRDT does not 

affect 

performance; 

organizational 

culture as 

mediator 

HR digital 

transformation 

requires the support 

of a strong 

organizational culture 

3 

Firmansyah & 

Napitupulu 

(2024) 

Employee engagement, 

digital transformation, 

and talent management 

on employee 

performance 

Quantitative 

Digital 

transformation 

has a positive 

and significant 

effect on 

performance 

The hotel setting 

shows successful 

implementation of 

digital transformation 

4 

Rukani & 

Ratnasari 

(2024) 

Digital transformation 

and collaborative 

innovation on 

employee performance 

(mediated by 

capability) 

Quantitative 

Digital 

transformation 

has a positive 

and significant 

effect on 

performance 

Collaborative 

innovation and 

innovation capability 

strengthen the effect 

of digital 

transformation 

Source: Compiled from previous studies (2026). 

 

These inconsistencies suggest that the relationship between digital transformation and 

employee performance may vary depending on organizational context, job characteristics, and 

other influencing factors. This study builds on the findings of Firmansyah and Napitupulu 

(2024) while acknowledging the contrasting results reported in previous research. Some studies 

found no statistically significant effect of digital transformation on performance (Adisaksana, 

2022; Oktafien et al., 2023), whereas others identified positive and statistically significant 

effects (Rukani & Ratnasari, 2024; Firmansyah & Napitupulu, 2024). Riduan and Firdaus 

(2024) further emphasized the roles of organizational culture, digital competence, and business 

strategy in shaping the relationship between digital transformation and organizational 

performance. 

The novelty of this study lies in examining readiness for change as a moderating variable 

in the relationship between digital transformation and employee performance, particularly 
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within a provincial government agency responsible for public works and spatial planning. 

Positive attitudes toward technology may facilitate faster adaptation and improvements in work 

productivity and efficiency (Siregar et al., 2023), while readiness for change has been identified 

as an important factor in optimizing the outcomes of organizational initiatives (Ahad et al., 

2021). Technological advancements and human resource capacity development are more likely 

to produce favorable performance outcomes when employees demonstrate openness to change, 

work engagement, and a commitment to organizational objectives (Porotu'o et al., 2021). 

Previous research on individual readiness for change has examined its antecedents, dimensions, 

and organizational implications (Al-Maamari et al., 2018; Desplaces, 2005; Haffar et al., 2019; 

Lizar et al., 2015; Madsen et al., 2006; Vakola, 2014). Related studies have also explored the 

relationships among employee attitudes, organizational justice, learning organizations, 

leadership, and performance (Ju et al., 2021; Miao et al., 2021; Patarru' et al., 2020; Retnowati 

& Darmawan, 2022; Smith & Shields, 2013; Utami et al., 2016). Furthermore, the broader 

organizational change management literature highlights the importance of change agents, 

effective communication, leadership, employee behavior, and institutional context in 

facilitating successful organizational transformation (Anderson & Ackerman Anderson, 2001; 

Arbaugh, 2002; Battilana & Casciaro, 2012; Brauns, 2015; Cameron & Green, 2009; Dorogaia, 

2022; Gilstrap & Hart, 2020; Kettinger & Grover, 1995; Laužikas & Miliute, 2019; Lunenburg, 

2010a, 2010b; Schell, 2019; Waeger & Weber, 2019). 

Based on this background, the central research question concerns the extent to which 

digital transformation influences employee performance and whether employees' readiness for 

change moderates this relationship. The urgency of this investigation arises from the need for 

public-sector organizations, particularly the Public Works and Spatial Planning Office 

(DPUPR) of Central Kalimantan Province, to identify factors that may strengthen the 

relationship between digital transformation and employee performance amid increasing budget 

allocations and increasingly complex infrastructure development challenges. Accordingly, this 

study aimed to empirically examine (1) the effect of digital transformation on employee 

performance and (2) the moderating effect of readiness for change on this relationship. Two 

hypotheses were formulated: H1, digital transformation has a positive and statistically 

significant effect on employee performance; and H2, readiness for change positively moderates 

the relationship between digital transformation and employee performance, such that the 

relationship becomes stronger at higher levels of readiness for change. Theoretically, this study 

was expected to contribute to the literature on human resource management, organizational 

change, and digital transformation in the public sector by clarifying the moderating role of 

employee readiness for change. Practically, the findings were intended to provide an empirical 

basis for DPUPR of Central Kalimantan Province to develop strategies for improving employee 

performance through digital transformation initiatives supported by efforts to strengthen 

employees' readiness, adaptability, and positive attitudes toward organizational change.  

 

METHOD 

This study employed an explanatory quantitative research design to examine the 

relationships among digital transformation, employee performance, and readiness for change 

through hypothesis testing. Primary data were collected through questionnaires and 
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observations, including respondents' demographic characteristics and perceptions of the 

research variables. Secondary data were obtained from scholarly journals, academic books, and 

organizational documents covering employee numbers, institutional policies, organizational 

structure, legal foundations, and organizational responsibilities. Data collection involved a 

literature review, observations, and the direct distribution of questionnaires to respondents, 

who were given three days to complete and return them. 

The study population comprised 288 employees of the Public Works and Spatial Planning 

Office (DPUPR) of Central Kalimantan Province. The target sample size was calculated using 

Slovin's formula with a 5% margin of error, yielding approximately 167 respondents. 

Participants were selected using purposive sampling based on the following inclusion criteria: 

(1) civil servants or contract employees actively involved in DPUPR operations; (2) a minimum 

of one year of employment; (3) direct involvement in performing the duties and responsibilities 

of their respective work units; and (4) willingness to complete the questionnaire. The research 

variables and their corresponding indicators are presented in Table 3. All questionnaire items 

were measured using a five-point Likert scale ranging from 1 (strongly disagree) to 5 (strongly 

agree). 

Table 3. Research Variables and Indicators 

No Variable and Definition Indicators Source 

1 

Employee performance (Y): the ability of civil 

servants to carry out planning, development, and 

infrastructure management tasks professionally, 

productively, and adaptively to technological and 

public-service demands in order to achieve 

regional development targets effectively and 

accountably 

1) Quality of work 

2) Quantity of work 

3) Timeliness 

Mathis & 

Jackson 

(2012) 

2 

Digital transformation (X): the process of changing 

the work systems of civil servants through the use 

of digital technology, data, and service innovation 

to improve performance, efficiency, transparency, 

and the quality of public services adaptively and 

sustainably 

1) Digital mindset 

2) Digital practices 

3) Digital talent 

management and 

development 

4) Data access and 

integration 

Marx et al. 

(2021) 

3 

Employee readiness for change (Z): the cognitive, 

emotional, and behavioral readiness of employees 

to accept, support, and actively participate in 

organizational change in order to achieve more 

effective goals 

1) Belief in change 

2) Attitude toward change 

3) Individual intention to 

change 

Lizar et al. 

(2015) 

Source: Compiled from the literature (2026). 

 

Descriptive statistical analysis was conducted to summarize respondents' assessments of 

each research variable. Responses were measured using a five-point Likert scale, and mean 

scores were classified into three categories: low (1.00–2.33), moderate (2.34–3.66), and high 

(3.67–5.00). Inferential analysis was performed using partial least squares structural equation 

modeling (PLS-SEM) with SmartPLS software. The measurement (outer) model was evaluated 

for convergent validity using indicator loadings greater than 0.70 and average variance 

extracted (AVE) values greater than 0.50. Discriminant validity was assessed using the 

Fornell–Larcker criterion, heterotrait–monotrait ratio (HTMT) values below 0.90, and cross-



Maudi Gerry Geraldy 

 

Available online at https://sosains.greenvest.co.id/index.php/sosains/index 502 

 

loadings. Internal consistency reliability was evaluated using composite reliability and 

Cronbach's alpha, with values greater than 0.70 considered acceptable (Hair et al., 2020). 

Multicollinearity was assessed using variance inflation factor (VIF) values below 5. The 

structural (inner) model was evaluated using the coefficient of determination (R²), with values 

of approximately 0.19, 0.33, and 0.67 interpreted as weak, moderate, and substantial 

explanatory power, respectively. Predictive relevance was assessed using the Stone–Geisser 

Q² statistic, with values greater than zero indicating predictive relevance and values of 0.02, 

0.15, and 0.35 serving as reference thresholds for small, medium, and large predictive 

relevance, respectively (Hair, 2021). Hypotheses were tested using a bootstrapping procedure 

at a 5% significance level. For two-tailed tests, relationships were considered statistically 

significant when the absolute t-statistic was at least 1.96 and the corresponding p-value was 

below 0.05.  

 

RESULTS AND DISCUSSION 

Respondent Characteristics 

The study targeted 167 respondents, and 164 questionnaires were returned complete and 

usable, giving a response rate of 98.20% (164/167 × 100%). This very high participation 

indicates good data quality, and the difference of three respondents from the target does not 

significantly affect the representativeness of the sample, so 164 respondents were used in all 

stages of analysis. The respondents' characteristics by gender, age, education, and length of 

service are presented in Table 4. 

Table 4. Respondent Characteristics (n = 164) 

Characteristic Category Frequency Percentage (%) 

Gender Male 112 68.3 

 Female 52 31.7 

Age 21–30 years 33 20.1 

 31–40 years 54 32.9 

 41–50 years 51 31.1 

 51–60 years 26 15.9 

Last education Senior high school/vocational 35 21.3 

 Diploma 32 19.5 

 Bachelor's degree 87 53.0 

 Master's degree 10 6.1 

Length of service 0–10 years 29 17.7 

 11–20 years 53 32.3 

 21–30 years 60 36.6 

 > 30 years 22 13.4 

Source: Primary data processed (2026). 

 

Respondents were dominated by men (68.3%), which is understandable given that 

DPUPR is a technical agency whose work is closely related to infrastructure, technical 

administration, and a relatively dynamic work environment, while the presence of women 

(31.7%) shows their involvement and enriches organizational perspectives, particularly in 

administrative accuracy, communication, and work relations. Most respondents were aged 31–

40 years (32.9%) and 41–50 years (31.1%), indicating that the majority were of productive age 

and professionally mature, so performance was assessed from the perspectives of both 
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employees developing their careers and senior employees with long experience. More than half 

held a bachelor's degree (53.0%), suggesting adequate academic capacity to understand 

policies, procedures, and technological change. The largest group had 21–30 years of service 

(36.6%), meaning that most respondents understood the bureaucratic system and work patterns 

in depth, which strengthens the quality of their assessments. 

Descriptive Analysis of Research Variables 

The descriptive statistics of the three variables are presented in Table 5. All indicators 

fall within the high category (3.67–5.00). 

Table 5. Descriptive Statistics of Research Variables 

Code Indicator N Min Max Mean 

Digital transformation (X) 

X1-1 Digital mindset 164 2 5 3.87 

X1-2 Digital practices 164 2 5 3.74 

X1-3 
Digital talent management and 

development 
164 2 5 3.75 

X1-4 Data access and integration 164 1 5 3.91 

 Variable mean    3.84 

Employee performance (Y) 

Y1-1 Quality of work 164 2 5 3.92 

Y1-2 Quantity of work 164 2 5 4.04 

Y1-3 Timeliness 164 2 5 3.94 

 Variable mean    3.97 

Employee readiness for change (Z) 

Z-1 Belief in change 164 1 5 3.89 

Z-2 Attitude toward change 164 2 5 4.05 

Z-3 Individual intention to change 164 1 5 4.03 

 Variable mean    3.99 

Source: Primary data processed (2026). 

 

Digital transformation has an overall mean of 3.84 (high), indicating that respondents 

considered digital transformation in the organization to be running well. The highest indicator 

is data access and integration (3.91), meaning that the organization is considered able to 

provide and integrate data to support work processes, while the lowest is digital practices 

(3.74), which, although still high, shows that the use of digital technology in daily work can be 

further improved. Employee performance has an overall mean of 3.97 (high). The highest 

indicator is quantity of work (4.04), showing that employees can complete their workload 

according to organizational demands, while the lowest is quality of work (3.92), implying that 

accuracy, conformity to standards, and the quality of work results can still be improved. 

Employee readiness for change has an overall mean of 3.99 (high). The highest indicator is 

attitude toward change (4.05), meaning that change is seen not as an obstacle but as a need to 

improve work effectiveness, whereas the lowest is belief in change (3.89), suggesting that some 

employees still need socialization, mentoring, training, or managerial support to be more 

confident in the success of change. 

Measurement Model Evaluation (Outer Model) 

Data were analyzed with PLS using SmartPLS. The measurement model shows how the 

manifest variables represent the latent variables and was evaluated for validity and reliability. 

The outer model is shown in Figure 1. 
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Figure 1. Outer Model of the Moderated PLS-SEM 

Source: Data processed with SmartPLS (2026). Kinerja SDM = employee performance. 

 

Table 6 presents the outer loadings of all indicators. All loadings exceed 0.70, so every 

indicator validly reflects its construct. For digital transformation, the strongest indicator is 

digital talent management and development (0.895) and the weakest is digital mindset (0.758); 

for employee performance, the strongest is quality of work (0.879) and the weakest is 

timeliness (0.757); and for readiness for change, the strongest is individual intention to change 

(0.922). 

Table 6. Outer Loadings of Research Indicators 

Variable Indicator 
Outer 

Loading 
Remark 

Digital transformation (X) Digital mindset 0.758 Valid 

 Digital practices 0.893 Valid 

 
Digital talent management and 

development 
0.895 Valid 

 Data access and integration 0.823 Valid 

Employee performance (Y) Quality of work 0.879 Valid 

 Quantity of work 0.825 Valid 

 Timeliness 0.757 Valid 

Readiness for change (Z) Belief in change 0.873 Valid 

 Attitude toward change 0.829 Valid 

 Individual intention to change 0.922 Valid 

Source: Primary data processed (2026). 

 

Discriminant validity was tested with the Fornell–Larcker criterion, HTMT, and cross 

loadings. Table 7 shows that the square root of the AVE of each construct (diagonal values) is 

greater than its correlations with the other constructs, so the Fornell–Larcker criterion is met. 

Table 7. Fornell–Larcker Criterion 

Construct 
Digital 

transformation 

Readiness for 

change 

Employee 

performance 

Digital transformation 0.844   

Readiness for change −0.114 0.875  

Employee performance 0.139 0.714 0.822 

Note: Diagonal values are the square root of the AVE. Source: Primary data processed (2026). 
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Table 8 shows that all HTMT values are below 0.90, so discriminant validity based on 

HTMT is accepted. 

Table 8. Heterotrait–Monotrait Ratio (HTMT) 

Construct Pair HTMT 

Readiness for change ↔ Digital transformation 0.147 

Employee performance ↔ Digital transformation 0.171 

Employee performance ↔ Readiness for change 0.878 

Source: Primary data processed (2026). 

 

The cross loadings in Table 9 show that each indicator correlates more strongly with its 

own construct than with other constructs, so all constructs meet the discriminant validity 

criterion. 

Table 9. Cross Loadings 

Indicator Digital transformation Readiness for change 
Employee 

performance 

X1_1 0.758 −0.042 0.118 

X1_2 0.893 −0.160 0.092 

X1_3 0.895 −0.135 0.102 

X1_4 0.823 −0.068 0.141 

Y1_1 0.144 0.633 0.879 

Y1_2 0.051 0.640 0.825 

Y1_3 0.157 0.468 0.757 

Z_1 −0.164 0.873 0.610 

Z_2 −0.006 0.829 0.579 

Z_3 −0.121 0.922 0.681 

Source: Primary data processed (2026). 

 

Reliability was assessed through Cronbach's alpha, composite reliability, and AVE 

(Table 10). All constructs have Cronbach's alpha and composite reliability values above 0.70 

and AVE values above 0.50, so the instruments for digital transformation, readiness for change, 

and employee performance are highly reliable. Combined with the convergent and discriminant 

validity results, all indicators are valid and reliable measures of their latent variables. 

Table 10. Reliability Test Results 

Construct Cronbach's Alpha 
Composite Reliability 

(rho_c) 
AVE 

Digital transformation 0.866 0.908 0.713 

Readiness for change 0.847 0.908 0.766 

Employee performance 0.760 0.862 0.676 

Source: Primary data processed (2026). 

Multicollinearity was tested before hypothesis testing using inner VIF values. Table 11 

shows that no VIF exceeds 5, so there is no multicollinearity problem in the model. 

Table 11. Multicollinearity Test (Inner VIF) 

Path VIF 

Digital transformation → Employee performance 1.011 

Readiness for change → Employee performance 1.124 

Readiness for change × Digital transformation → Employee 

performance 
1.119 

Source: Primary data processed (2026). 
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Goodness of Fit 

The goodness of fit of the structural model was evaluated using R-square and Q-square 

(Table 12). The R-square of employee performance is 0.595, meaning that 59.5% of the 

variation in employee performance is explained by digital transformation and readiness for 

change, while the remaining 40.5% is influenced by other variables outside this study; this 

value lies between 0.33 and 0.67 and thus falls in the moderate category. The Q-square value 

of 0.572 is greater than 0.35, indicating that the model has strong predictive relevance and that 

the parameter estimates are consistent with the observed values. 

Table 12. R-Square and Q-Square Values 

Endogenous Variable R-square Q² predict 

Employee performance 0.595 0.572 

Source: Primary data processed (2026). 

 

Structural Model Evaluation and Hypothesis Testing 

Hypotheses were tested using the t-statistics of the structural model with a t-table value 

of 1.96 at the 5% significance level. The inner model is shown in Figure 2, and the path 

coefficients are presented in Table 13. 

 
Figure 2. Inner Model of the Moderated PLS-SEM 

Source: Data processed with SmartPLS (2026). Values in parentheses are p-values; Kinerja 

SDM = employee performance. 

 

Table 13. Path Coefficients 

Path 

Original 

Sample 

(O) 

Sample 

Mean (M) 
SD T Statistics P Values 

Digital transformation → Employee 

performance 
0.251 0.239 0.077 3.271 0.001 

Readiness for change × Digital 

transformation → Employee 

performance 

0.177 0.169 0.065 2.728 0.006 

Source: Data processed with SmartPLS (2026). 

The first hypothesis (H1) states that the better the digital transformation, the better the 

employee performance. The path coefficient of digital transformation on employee 

performance is 0.251, with a t-count of 3.271 > 1.96 and p = 0.001 < 0.05. Digital 

transformation therefore has a positive and significant effect on employee performance, so H1 
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is accepted. The second hypothesis (H2) states that employee readiness for change moderates 

the relationship between digital transformation and employee performance. The coefficient of 

the interaction term is 0.177, with a t-count of 2.728 > 1.96 and p = 0.006 < 0.05. Readiness 

for change therefore significantly strengthens the effect of digital transformation on employee 

performance, so H2 is accepted. 

The Effect of Digital Transformation on Employee Performance 

This study shows that digital transformation has a positive and significant effect on 

employee performance: the better the digital transformation, the higher the employee 

performance. This result supports Riduan and Firdaus (2024), who found that digital 

transformation directly improves performance, as well as Firmansyah and Napitupulu (2024) 

and Rukani and Ratnasari (2024), while differing from Adisaksana (2022) and Oktafien et al. 

(2023). The four aspects of digital transformation, namely digital mindset, digital practices, 

digital talent management and development, and data access and integration, proved able to 

improve performance as reflected in quality of work, quantity of work, and timeliness. 

Digital transformation has its highest outer loading on digital talent management and 

development, while employee performance has its highest loading on quality of work. This 

indicates that the success of digital transformation is largely determined by the organization's 

ability to prepare, develop, and manage human resources with adequate digital competence, 

and that the quality of employees' work is strongly influenced by their digital competence. 

Organizations that provide digital training, improve technological literacy, strengthen 

adaptability to digital systems, and support technology-based competence development 

encourage employees to work more effectively, accurately, innovatively, and responsively, so 

that work is completed to higher quality standards with fewer errors and faster task completion. 

Conversely, digital transformation has its lowest outer loading on digital mindset, and 

employee performance has its lowest loading on timeliness. Even so, the results still show a 

positive relationship between them: employees with a digital mindset tend to be more open to 

technology, more adaptive to modern work systems, and better able to use digital applications 

to manage priorities, accelerate task completion, reduce administrative delays, and improve 

coordination. A weak digital mindset, by contrast, can make employees less responsive to 

technological change, so that work becomes slower and timeliness is less optimal. The 

organization therefore needs to strengthen its digital work culture through digital 

transformation training, improved technological literacy, and the formation of an adaptive 

mindset so that timeliness can improve sustainably. 

The Moderating Role of Readiness for Change 

The results show that employee readiness for change strengthens the relationship 

between digital transformation and employee performance. This finding supports earlier 

evidence that positive attitudes toward technology support faster adaptation and increased 

productivity and work efficiency (Siregar et al., 2023), and it is in line with the view that 

readiness for change is a key factor in optimizing the impact of organizational initiatives (Ahad 

et al., 2021). Readiness for change has its highest outer loading on individual intention to 

change, indicating that employees' readiness is mainly reflected in their personal willingness 

and commitment to accept and implement organizational change. 
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The higher the individual intention to change, the stronger the effect of digital talent 

development on the quality of employees' work. Digital transformation thus depends not only 

on the availability of technology or digital competence programs but also on employees' 

psychological readiness to accept change. Employees who are highly willing to adapt tend to 

learn new technologies more easily, are more open to digital work systems, and integrate digital 

competence into daily work more quickly, which ultimately improves the quality of their work 

because they become more effective, accurate, innovative, and responsive. Readiness for 

change therefore acts as a reinforcing factor that amplifies the effectiveness of digital 

transformation on performance, so the organization should not focus only on infrastructure and 

digital talent, but also build a culture of change, increase employee involvement, communicate 

change clearly, and create a work environment that supports digital adaptation. 

Although digital mindset, timeliness, and attitude toward change are the indicators with 

relatively lower contributions in their respective constructs, all indicators still represent their 

constructs adequately. The results also suggest that the stronger the intention to accept and 

carry out change, the more a positive attitude toward organizational change is formed, which 

in turn strengthens the effect of a digital mindset on timeliness. Employees who are ready to 

change and willing to adapt to technological developments more easily build an adaptive digital 

mindset and complete work faster, more responsively, and on schedule; without such 

psychological readiness, digital transformation tends to be unable to optimize timeliness. The 

success of digital transformation therefore depends not only on the use of technology but also 

on employees' mental readiness and attitude toward organizational change. 

 

CONCLUSION 

Based on the analysis of data from 164 employees of the Public Works and Spatial 

Planning Office (DPUPR) of Central Kalimantan Province using partial least squares structural 

equation modeling (PLS-SEM), this study concluded that digital transformation had a positive 

and statistically significant effect on employee performance (β = 0.251; t = 3.271; p = 0.001). 

This finding indicated that higher levels of digital transformation were associated with better 

employee performance. Digital talent management and development emerged as the strongest 

indicator of digital transformation, while work quality was the most prominent indicator of 

employee performance. Furthermore, readiness for change positively and significantly 

moderated the relationship between digital transformation and employee performance 

(interaction coefficient β = 0.177; t = 2.728; p = 0.006), indicating that the positive association 

became stronger as employees' readiness for change increased. These findings suggest that the 

potential benefits of digital transformation depend not only on technological infrastructure and 

competency development but also on employees' willingness and readiness to embrace 

organizational change, particularly their individual intentions to change. The structural model 

explained 59.5% of the variance in employee performance (R² = 0.595) and demonstrated 

substantial predictive relevance (Q² = 0.572), while the remaining 40.5% of the variance was 

not explained by the model. Accordingly, DPUPR of Central Kalimantan Province should 

strengthen digital talent development through targeted training and improved digital literacy 

while fostering readiness for change through effective communication and active employee 

participation. Particular attention should be given to strengthening employees' digital mindsets 
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and attitudes toward change, which exhibited the weakest indicator contributions, to support 

improvements in work efficiency and the timely completion of assigned tasks. Future research 

should incorporate additional factors potentially associated with employee performance and 

expand the investigation to other government agencies using larger and more diverse samples 

to improve the generalizability of the findings.  
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